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Abstract: 
 
Environment, organizational culture, development/promotion policies, facilities, 
compensation and political issues are some of the causes of reduction in the organizational 
commitment and increase in the level of emotional exhaustion and development of turnover 
intention among faculty of universities. The occupational psychology of faculty is influenced 
by diverse elements and specifically, there are various factors that play crucial role in 
overall organizational commitment emotional exhaustion and turnover intention. The faculty 
plays a vital role in ensuring the students and society for the quality education. For this 
study, the faculty members of various departments of selected universities in Riaz, KSA were 
the target population. The population for this study comprised faculty members of higher 
education institutions employing approximately 100 or more than 100 faculty members. The 
results show that all the study variables are significantly related with each others. The 
mediation results show that organizational commitment partially mediate between the 
emotional exhaustion and turnover intentions among the faculty of higher education 
institutions in Saudi Arabia. 
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1. Introduction 
 
Faculty retention is becoming an important issue for higher education institutions in 
KSA for various reasons. Ubiquitous presence of higher education institutions and 
particularly private institutes has provided the opportunities to faculty to switch over 
from institute to institute for better environment, facilities and compensation. The 
literature identifies the environment, organizational culture, development/promotion 
policies, facilities, compensation and political issues as some of the causes of 
reduction in the organizational commitment and increase in the level of emotional 
exhaustion and development of turnover intention among faculty of universities. The 
faculty has always been striving to get the required facilities and environment for 
improved performance. Universities are centers of career development either for 
teachers or students. The occupational psychology of faculty is influenced by diverse 
elements and specifically, there are various factors that play crucial role in overall 
organizational commitment emotional exhaustion and turnover intention.  
 
The faculty plays a vital role in ensuring the students and society for the quality 
education. It is only possible when the faculty is vigorous with continuous 
dedication to an institution and students and completely absorbed in academic 
activities. Faculty not emotionally exhausted, does not develop cynical attitude and 
feel that they are contributing towards the progress of students and the institution. 
Further, the commitment of faculty is integral to institutions. They may develop 
affection towards the university, feel that leaving the institution would be costly and 
believe that the problems of institutions are their own. The issue then is whether 
universities provide an encouraging environment to the faculty so that they may 
improve commitment, reduce the level of emotionally exhaustion and intention to 
leave job.  
 
The focus of current research study is to comprehend the relationship among 
commitment, emotional exhaustion and turnover intention and to understand the 
mediating role of organizational commitment between work outcomes e.g. 
emotional exhaustion and turnover intentions. The study will also comprehend the 
relationship of various dimensions of organizational commitment with emotional 
exhaustion and turnover intentions 
 
2. Literature Review 
 
Emotional Exhaustion 
 
The depletion of employee’s emotional and mental stress that affects the 
psychological involvement in organization considered as emotional exhaustion. 
Maslach and Jackson (1981) defined emotional exhaustion in a sense that “workers 
feel they are no longer able to give themselves at a psychological level”. The 
employee feel tired, fatigued and their emotional energies are exhausted, persistence 
of such feelings becomes chronic and long lasting, the workers are considered as 
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emotionally exhausted. “The emotionally exhaustion normally experienced in 
human services organizations” (Maslach, 1981, 1986). The organizational objectives 
badly suffer setbacks due to emotional exhaustion because employee does not take 
expected interest and it becomes ever worse when the feelings become chronic. 
Demerouti et al. (2005) applied Oldenburg Burnout Inventory to appraise and 
determine dimensions of burnout and concluded that prolong mental wear and tear 
as the exhaustion not the emotional exhaustion, even though the constructs are very 
similar. A whole issue of research journal work and Stress in 2005 exclusively 
focused on this dimension of burnout. A large number of scholars in the issue of 
journal agreed, “Emotional exhaustion is the integral dimension of burnout” 
(Halbesleben et al., 2004). Kristensen et al. (2005) commented in the favor of 
emotional exhaustion as one factor construct of burnout. Demerouti (2004) applied 
Copenhagen Burnout Inventory and used only one dimension, emotional exhaustion 
to assess the level of burnout among employees. Besides Demerouti (2004), Bakker 
et al. (2005) also adopted one-dimensional approach and used only the items of 
emotional exhaustion from Maslach Burnout Inventory to evaluate level of burnout. 
 
Organizational Commitment 
 
Organizational commitment is the psychological attachment of an employee with the 
organization. It is the consequence of continuous affection of employee with the 
organization. Moreover, “Organizational commitment is the relative strength of an 
employe’s identification with and involvement in a particular organization” 
(Mowday et al., 1982). Further, elucidating the organizational commitment in 
academic organizations, “commitment is a binding force for on’s loyalty, 
identification, and involvement with an educational institution” (Ciriello, 1987). 
“Organizational commitment is viewed as an important variable in facilitating the 
understanding of an employee's attitudes and behavior in the workplace” (Hui and 
Lee, 2000). 
 
The organizational commitment has been the focus of attention of the researchers on 
occupational psychology. Allen and Meyers (1990) have described “Organizational 
commitment has been defined in a wide variety of opinions yet no consensus on 
defining organizational commitment has been reached over the past years”. 
Furthermore, “the concept has also attracted considerable attention in the field of 
organizational behavior” (Mathieu and Zajac, 1990) and most importantly, “the 
research on organizational behavior has various important work-related attitudes 
such as job satisfaction and turnover as well as non-work behavior such as 
organizational citizenship behavior” (Allen and Meyer, 1996, Randall, Fedor and 
Longenecker,1990, Roodt, 2004a).  
 
Therefore, earlier studies have defined the concept commitment as a 
“unidimensional construct based on employees’ emotional attachment to the 
organization (attitudinal perspective)” (Mowday et al., 1979, Porter, Steers, Mowday 
and Boulian, 1974). While other defines it in relation to “costs associated with 
Impact of Emotional Exhaustions on Turnover Intentions: A Mediating Role of 
Organizational Commitment in Higher Education Institutes of Saudi Arabia 
16 
leaving the organization (behavioral perspective)” (Meyer and Parfyonova, 2010). 
 
Turnover Intention 
 
Turnover intention among the employees is one of the variables of this study. 
Turnover intention is an important predicament for the organizations because 
sometimes it produces very costly results. “When turnover went down 
organizational performance increased (Halbrook, Meder, Stuchlik and Thorpe 1991). 
This leads to a reduction in costs associated with retraining and hiring.  
 
A study by Boxall et al. (2003) conducted in New Zealand on turnover concluded 
that inspiration or stimulus of turnover intention is multidimensional no single factor 
contribute to the employees approach towards turnover. Most significant factors, 
such as, “age, tenure, overall satisfaction, job content, intention to remain on the job, 
and commitment were all negatively related to turnover (i.e. the higher the variable, 
the lower the turnover)” (Mobley et al, 1982).  
 
However, Griffeth et al. (2000) have explored that reduction in job satisfaction; 
organizational commitment and comparison of alternatives are some of the 
organizational factor that creates turnover intention among employees. 
 
Emotional Exhaustion and Turnover Intention 
 
There are several undesirable effects that result from the occurrence of emotional 
exhaustion and encompass direct effects such as poor job performance (Davidson, 
Timo, Ying Wang, 2010). Studies have shown emotional exhaustion to be 
significantly correlated with several work-related outcomes including voluntary 
turnover among employees (Maslach & Jackson, 1986; Wright & Cropanzano, 
1998), job performance (Cropanzano et al., 2003) and turnover intentions (Yavas et 
al., 2008; Karatepe and Uludag, 2007). 
 
Study Model 
 
A considerable number of works in the human resources literature have identified 
organizational commitment as the most important antecedent of turnover intention 
(Porter et al., 1974; Ohana and Meyer, 2010). “Organizational commitment, 
turnover intention could influence human resource policies and practices” (Rayton, 
2006; Armutlulu and Noyan, 2011). Various researchers examined the relationship 
between organizational commitment and turnover intention and found that a 
negative relationship exists between these two constructs (Kim and Brymer, 2011).  
 
The concept of emotional exhaustion has been associated with different work 
outcomes e.g. job withdrawal, absenteeism, low commitment and intention to leave 
(Leiter and Maslach 2009). Whereas, in the employees, who stay with the 
organization the high level of emotional exhaustion leads to reduced effectiveness 
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and low productivity. Simultaneously, high level of commitment leads to low 
turnover intention. Although the relationship of organization commitment, and 
emotional exhaustion and turnover intention is established in the literature separately 
but a few studies of such kind have been carried out, that delineates the mediation of 
organization commitment between emotional exhaustion and turnover intention of 
faculty of universities. Study model suggest that organization commitment play 
mediating role between emotional exhaustion and turnover intentions among the 
faculty of universities. 
 
 
 
 
 
 
 
 
 
 
 
 
 
Hypotheses 
 
H1: Organizational commitment negatively and significantly predicts turnover   
         intention among the faculty of universities. 
 
H2: Emotional exhaustion positively predicts turnover intention among the  
        faculty of universities. 
 
H3: Emotional exhaustion negatively and significantly predicts organizational  
        commitment among faculty of universities. 
 
H4: Organizational Commitment mediates the relationship between Emotional  
        Exhaustion, and Turnover Intention of faculty of universities. 
 
3. Methodology 
 
A cross sectional survey method was carried out for the data collection for this 
study. The faculty members of various departments of selected universities in Riaz 
were the target population. The population for this study comprised faculty members 
of higher education institutions employing approximately 100 or more than 100 
faculty members. A convenient sampling technique was applied for the sample 
selection from the universities in Saudi Arabia. The convenient sampling method has 
been frequently used in occupational psychology studies. Brand (2012) used it in a 
study in South Africa, Bakker (2005); Demerouti (2010) and Pedro (2012) used 
Organizational 
Commitment 
Turnover 
Intentions 
Emotional 
Exhaustion 
(a) 
(c) 
(b) 
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convenient sampling in different studies on occupational psychology. 
 
Instruments 
 
The emotional exhaustion is measured through MBI-GS (Maslach and Leiter 1997). 
It includes five items Emotional exhaustion (the feeling of being emotionally 
depleted and feeling stress during work). Emotional exhaustion is measured with 
five items (α = .93) “I feel emotionally drained from my work”. The respondents 
were asked to indicate the extent to which they agreed with each statement using a 
five-point rating scale (1 = Never, 5= Everyday). Organizational commitment 
dimensions were measured using six items from Meyer and Allen‟s (1990) 
commitment scale, two items of affective commitment (α =.91), two items from 
continuous commitment (α = .92) and two items of normative commitment (α = .90) 
were included in the questionnaire. The responses would be recorded on five point 
Likert scale from (1) Strongly Agree to (5) Strongly Disagree. Turnover intention 
among the faculty would be measured by three items from Nissly et al. (2005) four-
item scale of intention to leave. The items include, “In the next few months I intend 
to leave this organization” (α = .90) “In the next few years I intend to leave this 
organization” (α =.91) and “I occasionally think about leaving this organization” (α 
=.92). These items were rated on a five-point Likert scale ranging from (1 “strongly 
Disagree” to 5“strongly Agree”). 
 
4. Results 
 
Table 1. Correlation 
 
VariablesM EE AC CC NC TI  
        
Ex 
1.8 1.0 .47
**
 -.46
**
 -.52
**
 .60
**
  
       
AC 
4.0  1.0 .87
**
 .83
**
 -.68
**
  
       
CC 
4.0   1.0 .86
**
 -.73
**
  
       
NC 
4.0    1.0 -.77
**
  
       
TI 
1.9     1.0  
       
 
**. Correlation is significant at the 0.01 level (2-tailed). 
 
The dimensions of organizational commitment were negatively and significantly 
correlated with emotional exhaustion. The effective commitment is negatively and 
significantly related with emotional exhaustion at (r= -.47, p< .01). The continuous 
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commitment was negatively and significantly related with emotional exhaustion at 
(r= -.46, p< .01). Normative commitment was negatively and significantly related 
with emotional exhaustion at (r= -.52, p< .01).Emotional exhaustion at (r=.60, p< 
.01) is positively and significantly related with turnover intension. The turnover 
intention was also significantly and negatively related with dimension of 
commitment, affective commitment at (r= -.68, p< .01) continuous commitment at 
(r= -73, p< .01) at normative commitment at (r= -.77, p< .01). 
 
Table 2. Correlation among Study Variable 
 
 Emotional Organizational Turnover  
Variables 
Exhaustion Commitment Intentions 
 
  
     
Emotional 
Exhaustion  
-.68
**
 .71
**
 
 
   
Organizational   
-.77
**
 
 
Commitment 
   
    
 
Turnover Intentions 
 
**. Correlation is significant at the 0.01 level (2-tailed). 
 
Hypotheses Testing 
 
Emotional Exhaustion and Organizational Commitment 
 
The study model suggests that the relationship between the emotional exhaustion 
and organizational commitment among the faculty is significantly negative. The 
proposed relationship is tested by applying regression. The results are discussed 
below: 
 
Table 3. Adjusted R 
 
 
Variable R R² 
Adjusted 
β Sig 
  
 
R² 
 
        
  .68 .47 .46     
 Emotional    
-.60 .000 
  
 
Exhaustion 
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Dependent variable: Organizational Commitment 
 
It was hypothesized that there is negative relationship between emotional exhaustion 
and organizational commitment among faculty of universities. The R²= .47 results 
show that burnout account for 47% negative and significant variation in the 
organizational commitment level. Emotional exhaustion (β= -.60, p< .05) shows 
negative and significant relations with organizational commitment. 
 
Emotional Exhaustion and Turnover Intention 
 
The study investigated the role of emotional exhaustion in predicting the turnover 
intention among the faculty of universities. Emotional exhaustion was regressed on 
the turnover intension to find out the positive and significant relationship of 
emotional exhaustion in creating turnover intentions among the respondents. The 
result of the analysis is discussed below: 
 
Table 4. Adjusted R 
 
Variable R R² Adjusted β Sig 
   R²   
 .71 .51 .50   
Emotional      
Exhaustion    .70 .000 
 
 
The R= .71 shows that there is high level of correlation between emotional 
exhaustion and turnover intention. The R²= .51 shows that emotional exhaustion 
contribute for 51% variation in the level of turnover intention. The (β=.70, p< .01) 
show that emotional exhaustion account for 70% positive and significant variation in 
the turnover intentions. 
.  
Mediation Analysis 
 
The mediation models explain the system by which the independent variable 
(Emotional Exhaustion) exercises their influence on the dependent variable 
(turnover intention) and this influence is mediated by the construct organizational 
commitment. It has been hypothesized that increases in the level of emotional 
exhaustion among faculty of universities lead to develop turnover intentions among 
them. The mediation variables organizational commitment serves to clarify the 
nature of relationship between emotional exhaustion and turnover intentions of 
faculty. 
 
The procedure for testing for mediation, as described by Barron and Kenny (1986) is 
applied for testing the mediation on the proposed variables. Testing for mediation 
involves establishing four conditions: 
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 There is positive and significant relationship of emotional exhaustion with 
turnover intention (Path c).  
 
 There is significant negative relationship between emotional exhaustion and 
organizational commitment (Path a).  
 
 The relationship of organizational commitment with turnover intention is 
significantly negative (Path b).  
 
 Controlling the effect of MV on DV, the effect of IV and DV is no longer 
significant.  
 
These conditions are tested by performing three separate regression analyses. 
 
Table 5. Analysis One (Path c) 
 
              Variable                             R R² Adjusted             β                                   
              Sig         R² 
 
 .70 .50 .49  
 Emotional Exhaustion  .32 .000 
 
Dependent Variable: Turnover Intention 
 
The regression analysis shows that (R²= .50) 50% variation in the turnover intentions 
of the faculty members of universities is the result of level emotional exhaustion 
among them. There (β = .32, p< .01) explain that emotional exhaustion contribute 
significant and positive impact on turnover intention of the faculty. The first 
condition regarding the (path c) suggested by of the Barron and Kenny (1986) has 
been met. 
 
Table 6. Analysis One (Path a) 
 
Variable R R² Adjusted β Sig  
   R²    
 .68 .47 .46    
Emotional Exhaustion    
-.60 .011 
 
    
 
 
Dependent Variable: Organizational Commitment 
 
 
 
Impact of Emotional Exhaustions on Turnover Intentions: A Mediating Role of 
Organizational Commitment in Higher Education Institutes of Saudi Arabia 
22 
Table 7. Analysis (Path b) 
 
 
Variable                                             R            R²      Adjusted     β          Sig 
            R² 
.77 .59 .59  
Organizational Commitment  -.77 .000 
 
 
The regression results show that 47% variation is predicted by emotional exhaustion 
in the organizational commitment of faculty members of universities. The (β= -.60, 
p< .01) shows that emotional exhaustion explains 60% significant negative variation 
in the organizational commitment. The results of analysis show that the first 
mediation condition suggested by Barron and Kenny (1986) has been fulfilled. 
 
Dependent Variable: Turnover Intention 
 
The regression coefficients at step two show that organizational commitment is 
significantly (and negatively) related to turnover intentions, thus meeting the third 
condition for mediation (path b).( β= -.77, p< .01) explains that there is strong 
relationship between organizational commitment and turnover intentions. 
Organizational commitment predicts 77% variation in the level of organizational 
commitment. 
 
Table 8. Mediation Analysis 
 
Variable                                        R R² Adjusted         β                Sig 
R² 
 Model I .70 .50 .49  
 Emotional Exhaustion   .32 .000 
 Model II .81 .66 .66  
   Emotional Exhaustion   .25 .000 
 Organizational Commitment   -.56 .000 
 
Dependent Variable: Turnover Intentions 
 
Model I shows (β = .32, p< .01) for emotional exhaustion describe that 32% change 
in the organizational commitment is due to emotional exhaustion. Model II, due to 
inclusion of mediating variable, organizational commitment the impact of emotional 
exhaustion reduced to (β= -.25, p< .01) 25%. The beta for controlled regulation (path 
c), which was significant in the first analysis is still significant when controlling for 
the effects of the organizational commitment. Thus the final condition for 
demonstrating mediation has not been completely fulfilled. So it can be concluded 
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that organizational commitment does not completely but partially mediate between 
emotional exhaustion and turnover intentions of universities. The above result 
explains that increase in the level emotional exhaustion among the faculty members 
of universities may lead to turnover intentions but these intentions may partially be 
influenced by their level commitment towards the institution. The mediation result 
shows that organizational commitment partially mediated between emotional 
exhaustion and turnover intentions among the faculty so the hypothesis of the study 
is partially supported. 
 
5. Discussion and Conclusion 
 
This study is carried out with a vision to comprehend the level of emotional 
exhaustion and its relationship with work outcomes such as organizational 
commitment and turnover intention among the faculty of universities. Further, the 
study has also evaluated the mediation effects of organizational commitment 
between emotional exhaustion and turnover intention among faculty universities. 
The study proposed that the emotional exhaustion has negative relationship with 
organizational commitment and positive relationship with turnover intentions. 
Emotional exhaustion (β= -.11, p<.01) explain negative influence on the 
commitment level of the respondents.  
 
Regarding emotional exhaustion, results of this study are in line with Mathieu and 
Zajac, (1990); Antosnovsky, (1979). Emotional exhaustion (β= .30, p<.01) is 
positively and significantly predicting turnover intention among the university 
faculty. The same results are reported by Leiter and Maslach (2009); De Croon et al 
(2004); Lee and Ashforth, (1996); Söderfeldt et al. (1995) in different studies on the 
relationship between emotional exhaustion and turnover intention.  
 
Furthermore, the study also concluded that the relationship between organizational 
commitment and turnover intentions among the faculty are significantly negative. 
The result is in consistent with study of Vandenberghe and Tremblay (2008). The 
results of the study supported majority of the hypotheses and some interesting and 
unique results are exhibited.  
 
Brewer and McMahan (2004) concluded in study that faculty of universities show 
low levels of emotional exhaustion, the current study support these findings. So the 
management of the universities should create clear and consistent communication 
with faculty, improve organizational culture to improve engagement and 
commitment.  
 
Provide rewards and benefits to faculty who show signs of engagement and 
commitment, consistently listening to the needs and demands of the faculty and 
telling the faculty about their significance to the organizational goals in particular 
and university in general. 
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